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Dear M

.

+ .,
“’4Please nd enclosed two documents that may be of;~terest  to you.

The first is Amdysis  of Economic Development Officers’ Training
Needs:  Final Report. Please note that this is only a draft version;
the final version will be forwarded to you upon completion.

The second is Chapter 11 of the Auditor General’s Repoti, which
examines the Canadian Aboriginal Economic Development
Strategy.

I hope you find these documents useful.

Sincerely,

.

Executive Director, CANDO
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P r e a m b l e

A number of the discussion questions included in the advance preparation package
address some of the issues that CANDO has been researching. Therefore, for the
purpose of discussion, we have prepared a copy of a study, the Royal  Commission On
Aboriginal Peoples Report (the RCAP Report), completed under the guidance of
CANDO’S  National Task Force  on Education  and Training for the Royal Commission on
Aboriginal Peoples in Canada. While the results of this study are specific to the
education and training needs of Economic Development Officers (EDOS) in Canada.
many similarities may exist for the training needs of EDOS t h r o u g h o u t North
America.

CANDO is a national non-profit association dedicated to the professional development
of economic developers working in native communities or organizations. We are a
community based, membership driven, Aboriginal controlled organization which is
accountable to the communities for which our members work. We believe that
economic development through education and training is the key to success and we
are committed to undertaking projects which demonstrate this commitment. We
believe Aboriginal economic development will ultimately be the responsibi~ity  of
each community and we are committed to helping our members prepare for this task.
Professional development is a high priority for CANDO.

Relevant education is a primary determinant to the success of EDOS working in
Aboriginal communities. Relevant training and education will provide a basis for
EDOS to develop their capacity and perform more effectively at the community level.
The CANDO Education and Training Reference Manual (completed through the IFEE
Project 1), identified over 300 educational courses and programs that are economic
development related. Approximately 100 of the programs were designed with
Aboriginal students in mind. However, there is a definite need for a specialized
program focusing on the actual needs of Aboriginal EDOS working in the
communities. To get a better understanding of what these needs are and how they
can best be served, CANDO embarked upon an in-depth research project designed to
highlight actual needs, the RCAP Report.

1 Identification, Facilitation, Evaluation and Employment Program
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EXECUTIVE SUMMARY: RCAP REPORT

I n t r o d u c t i o n

The purpose of this report is to present the results of a national suxvey of 165
Economic Development Officers (EIX3S) and to evaluate how educational institutions
are responding to these needs. This repoti  synthesizes the findings of the Price
Waterhouse report with the findings  of the CANDO Education and Training Manual.
analyzes what programs and gaps exist  for Native participants  and assesses  the need
for a new national accredited training program for EDOS.

The idea for this report was developeci  through discussions with EDOS across cmada~
educational institutions, the Assembly of First Nations. CANDO’S Board of Directors.
and the Intemenor Participation Program of the Royal commission on Aboriginal
Peoples. These discussions coincided with the announcement by the government of
Canada to establish a Royal Commission on Aboriginal Peoples (RCAP). AS the scope
of this report is conducive with the objectives of the Royal Commission, funding Was
secured. On March 9, 1993 a contribution agreement was signed between the RCAP
and the Assembly of First Nations in co]]aboration  wi th  the  Counci l  for  the
Advancement of Native Development Officers (CANDO).

ln pursuit of our objectives, the following methodology was employed:

Step One: A Task Force on Education and Training was established
consisting of Native EDOS and selected academics.

Step Two: The consulting services of Price Waterhouse were engaged 10
design,  pre-tesl,  Conduct, and analyze the results of the
specialized questionnaires under the supervision of the ‘l’ask
Force steering committee.

Step Three: The results of the survey were analyzed by Price Waterhouse
and interpreted by CANDO’s Task Force.

Step Four : The findings of the survey, the Task Force interpretation, and the
IFEE Project were synthesized and a final report with
recommendations was submitted to the Royal Commission in
September 1993.

Part 11 of this document contains the Task Force Recommendations and
Interpretation of the Price Waterhouse Repon.

1“
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REPORT SUMMARY

The following report is based on a telephone survey of Economic Development
Officers (EDOS) from across Canada. The objective of the survey was to determine tie
training needs of EDOS and their interest in a training program designed specifically
to meet their needs. Price Waterhouse was contracted to develop, conduct and analyze
this survey in conjunction with CANDO. Price Waterhouse successfully interviewed
165 EDOS from a database of ?31 names, a response rate of 5Ct?lo.

SURVEY HIGHLIGHTS

Support for a special training program for Native EDOS is strong.
● 84% of sumey respondents reported that a special training program designed
for Native community EDOS would be valuable to them.
● 95% of those who favored a special training program agreed that the program
should be accredited.
“ 50% prefer a modular approach to the training and are willing to spend more
than five weeks per year to participate in such a program.

There is a strong preference that this training be delivered by a Native training
institution.

The Communities

Generally, EDOS serve relatively small, but accessible communities.
● The level of employment in the communities tends to be low and Government
is usually the pnrnafi employer.
● Most respondents felt that tourism and small
potential for

The majority of
plans in place.
used.

future employment.

communities have economic, capital,

The Respondents

The vast majority of
of 35 to 44.

● 78% are male

More importantly, in the

EDOS who participated

and 22% are female.

majorit-y  o f

business hold the greatest

and community development
cases, these plans are being

in the study are Native, between the ages

● English is the working language of 88% of the respondents.
● 7% work in their Native language.

Approximately 50% of EDOS have between one and five Years
economic development.

● More than 50% have been in their current jobs between one

of experience in

and five years.
● They are generally well-educated, with about 4690 reporting that they have
completed college or university.
● The level of education differs between Native and non-Native respondents; a
greater proportion of non-Native respondents have completed post-secondary
education.
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EDOS most often work for band or tribal councils and there is usually one level
between them and the governing body.

● They are not likely to have other EDOS reporting to them.
● They generally work as full-time EDOS, however, their role is often combined
with other related areas such as community and business development.

Knowledge and Skill Gaps

The results of the suney identified a number of gaps in the knowledge and skills of
current EDOS. A gap was considered to exist if the knowledge or skill in question was
rated by EDOS to be very important to their job, and if EDOS perceived that they had
insufficient knowledge or skill in that area. Gaps highlight the need for more
focused and relevant training.

58% of respondents reported that they have sufficient knowledge in the various
areas queried.

● EDOS are less knowledgeable about the business and economic aspects of
economic development than they are about their communities and government.
● More than 50% of EDOS reported that they had insufficient knowledge about:
environmental legislation; business corporations acts; sources of labor market
information; economic principles; and business taxation.
● Native EDOS were more likely hn non-Native EDOS to report that they had
insufficient knowledge.

In some areas, women were more likely than men to repofi  insufficient knowledge.
● Female respondents were more likely than male respondents to state that they
had insufficient knowledge of economic principles and business corporation
acts.

63% of EDOS perceived themselves as having sufficient skills for their job.
● However, EDOS were more Iikely to report that they were insufficient in the
skills that are necessary to implement economic development opportunities..
● These skills consist of: assessing the feasibility of economic and business
plans: developing plans; developing economic policies;  motivating and
supporting businesses; facilitating cultural expression: training; and managing
natural resources.

Male and female EDOS responded significantly different on skill levels in three areas.
8 Male EDOS were more likely than female EDOS to report that they had sufficient

skills for: making presentations; identifying economic opportunities; and
developing plans.

Native and non-Native EDOS responded differently in some areas.
● Native respondents were more likely than non-Native respondents to report
that they had insufficient skill in: writing; making presentations; managing
financial resources; identifying economic opportunities; assessing
economic/business opportunities and plans; and developing policy.

I

I
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CONCLUSIONS

The results indicate that Economic Development Officers recognize that additional
relevant training and development is required to provide them with the knowledge
and skills to realize their potential and the potential of their communities. EDOS
indicated strong support for a program designed specifically to meet their needs and
they want the program to provide them with certification.

The results of this survey indicate there is SUppOrt for and an opportunity for CANDO
to further explore the possibili ty of establishing spcciflc training for Native
community EDOS. Considerations in developing a training program include the cost
of curriculum design and development, the cost of implementing the program, the
transferability of skills,  and the recognition of  the  program by non-Native
government/community employers.

CANDO has identified two approaches which can be used to develop a training
program for EDOS: 1)  CANDO can des ign  and develop a  training  program or
alternatively, 2) CANDO can promote relevant, existing courses/programs cu~entlY
available through post-secondary institutions.

CANDO is currently designing a national Native Economic Developers’ Training
Program in cooperation with seven post-secondary institutions. We hope to use both
approaches to address education and training needs. The decision to accredit  a
program or course is a separate issue and will be based on the value that
accreditation can bring to those who take the program.

.
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1.0 Background

Leeders of Aboriginal communities must contend with a variety of economic and sociai

issues whiie at the same time providing a viable future for community members. They

need to have a vision of what their community can achieve and integrated economic

and human resource development strategies to realize that vision. They must balance

sociai,  cuiturai  and spiritual, poiiticai  and organizational development with the economic

development of their communities.

One of the key players in the development of the community is the economic

development officer (EDO).  At the strategic Ievei,  EDOS must continually plan and think

about ways to deveiop the economic capacity of their communities. They must have a

ciear  understanding of the environments in which they work (i. e., the community and

its human and other resources, government poiicy,  business) in order to be effective in

providing advice and direction to community leaders. At the individual Ievei,  EDOS

must work with the people in their communities 10 encourage business and skiil

development. All this must occur while baiancing  the traditional culture and spiritual

needs of the community. Thus, an EDO requires a broad range of skiiis to analyze the

current situation, assess the community’s potentiai, and design and effect a strategy to

support and increase community weil being.

In addition to a demanding community  environment,  the political environmentgin  which

the EDO works can be unstable. The EDO may report to the band manager or

governing organization. (In many instances the EDO is the band manager. ) Community

governments are generaliy  elected for a two-year term (as outiined in the indian  Act, S S.

78: the chief and councillors  of a band hoid office for two years). A change in

government often means a change in band management and a change in objectives.

The career of the EDO may be short. At the very least, it requires flexibility. Either

way, an EDO naeds the skills to learn his/her job very quickly and to achieve immediate

results.

There are approximately 300 Economic Development Officers in Canada. While each

EDO faces a set of challenges unique to his or her community, they aiso faces many

common chailengas.  Recognizing the need to consuit  with each other, a group of EDOS

}
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established the Council for the Advancement of Native Development Officers (CANDO).

CANDO is a non-profit organization

devoted to the promotion of economic The mission of CANDO is . . . “ T O

development through the support of I actively promote and provide
professional development and

EDOS in Native communities across
.
networking oppotiunities  for

Canada. The founding members economic developers working to

envisaged it as an organization which
strengthen Native economies
across Canada.”

would help its members to perform I

effectively at the local level by

increasing their skills and abilities. The primary vehicles CANDO utilizes to achieve its

mission are communication, networking and training. Through these means, EDOS have

the opportunity to improve their skills and knowledge in economic development. In

turn, EDOS will be better equipped to meet the requirements of their communities.

(Please refer to Appendix 1 for more background on CANDO.)

To this end, CANDO approached the Royal Commission on Aboriginal Peoples to fund

an analysis of the training needs of native community EDOS.  A survey was determined

to be the best approach for the study, and Price Waterhouse was contracted to design

and conduct the survey. A national Education and Training Task Force was established

by CANDO to work with Price Waterhouse in the design and development of the

questionnaire and the analysis and interpretation of the results, and in developing the
.

conclusions. (Please refer to Appendix  2 for a list of Task Force members. )

I

. . .
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2.0 Objectives and Methodology

In this section, we describe the objectives of the project, highlight the approach taken

to conduct the project and report the response rate to the survey.

2.1 Objectives

The overall objective of the survey was to determine the training needs of EDOS.  The

survey also explored EDO’S interest in an accredited program for EDOS. The information

obtained will assist CANDO in designing a training program for EDOS and in determining

the organization’s role in such a program.

2.2 Methodology

The approach we took in developing the questionnaire was highly participatory. We

drew on the knowledge, expertise and experience of a variety of individuals. The

design and development of the questionnaire Was directed  by a task force composed of

representatives from the CANDO  executive, educational institutions, Aboriginal

associations and EDOS. Their input and guidance was invaluable.
.

In addition, we consulted a group  of EDOS in a focus group forum and pre-tested the

questionnaire with other EDOS in telephone interviews, More detail on our approach is

provided in the following sections.

2.2.1 Approach

This assignment was conducted in three broad phases. In Phase 1, we designed and

developed the questionnaire in consultation with the Task force. In addition, we

conducted a focus group with EDOS in the Edmonton area to determine the response

categories for the questions posed in the questionnaire. We then pre-tested the

questionnaire by telephone and the questionnaire was finalized based on the feedback

from the pre-test. The participants for the pre-test were chosen at random from the list

I

I

. .
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of EDOS provided by CAN DO. We also translated the questionnaire into French for the

benefit of respondents in Quebec and New Brunswick.

In Phase 2, we conducted the telephone survey. We used our National Survey Centre,

located in our Ottawa office, to conduct the telephone survey. Interviews were

conducted in English and French, based on respondents’ language of choice. We hired

three Aboriginal interviewers to complement our Survey Centre staff.

As the telephone interviews were conducted, interviewers entered responses directly to

the computer-assisted telephone interview system. Once the interviews were complete,

the data were cleaned and downloaded for analysis by Statistical Package for the Social

Sciences (SPSS).

In the final phase of the project, the results were analyzed, interpreted and synthesized,

and the report was prepared.

2.2.2 About the database

The database for the survey was developed from a variety of sources, including regional

lists of Economic Development Officers supplied by the Department of Indian Affairs

and Northern Development and CANDO’s inventory. A separate contract was let with a

consultant to develop the database. The consultant compared the various lists an$

where there were discrepancies in the names, called to verify.

The database provided to Price Waterhouse consisted of 383 names. We called every

telephone number on the list. As the survey progressed, we updated the list.

Numerous telephone numbers were not in service; and in some cases, the names in the

database were not EDOS. In cases where the EDO had changed, we asked for the

name of the current EDO. The current database contains 331 names. Of those, 36

“were not available for the duration of the study” and 25 “declined to participate. ”
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2.2.3 Response rate

In all, we interviewed 165 EDOS for a response rate of 50 percent. Response rate by

region is provided in Table 1, following.

Table 1: Response Rate by Region

Responses Atlantic Quebec Ontario Prairies Pacific

Valid Numbers 3 2 4 0 97 81 61

Completed Interviews 16 15 5 6 4 6 3 2

Response Rate 50% 38% 58?/0 57% 5 2 %

2.2.4 Statistical significance

The principle modes of analysis were frequencies and cross tabulations. The

significance of relationships between variables was assessed at a level of p s .05, that

is, a statistical significance of less ~han .05 indicates  a relationship between t’+/()

variables.

*

. . .
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3.0 F ind ings

In this section, we discuss the findings from our analysis of the survey. A copy of the

questionnaire is attached in Appendix 3. Response rates by question are provided in

Appendix 4,

3.1 Key Findings

Our analysis of the survey results identified gaps in both knowledge and skills of

current EDOS. A gap was considered to exist if the knowledge or skill in question was

rated by EDOS to be very important in their job, and if EDOS perceived that they had

insufficient knowledge or skill in that area.

Respondents were more likely to report that they had sufficient knowladge  about the

culture of their communities and government programs and agencias  than about the

economic and business information required to implement economic development plans.

The major knowledge gaps occur in:

environmental legislation;

business corporations acts;

sources of capital for funding businesses;

economic development in other Native communities;

sources of Iabour  market information;

economic theory and principles;

business taxation; and

land and natural resource management.

*

Similarly, respondents reported less sufficiency in those skills related to implementing

economic development plans. The major skill gaps occur in:

● making presentations;

.

. .
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● assessing economic/business opportunities and plans;

● developing plans;

● developing economic theory;

● motivating and supporting businesses;

● facilitating cultural expression;

● training; and

● managing natural resources.

Some of the gaps in knowledge and skills are related to gender, education and whether

the respondent was Native or non-Native.

There is overwhelming support for a special training program for economic development

officers to Native communities. Eighty-four percent of respondents agreed that a

training program designed for Native community EDOS would be valuable to them in

their jobs. Moreover, there is a strong desire for an accredited program. Respondents

expressed a preference for a modular approach to training and for training provided by a

Native training institution.

3.2 The Community Environment .

J Generally, respondents serve relatively small communities. Communities
tend to be easily accessible. Employment in tha communities tands to be
low.

4 Government is tha primary employer in most communities. Tourism and
small business were named most often as providing the greatest
potential for future empioymant.

J Most communities have plans for community development (e.g.,
economic, capital, community development). Where those plans are in
place, the vast majority are being used.

. .
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3.2.1 Size and accessibility of communities

The majority of respondents serve

relatively small communities. [n

fact, only a small proportion, less

than five percent, serve

communities with a population of

more than 5,000 people. Please

refer to Figure 1. About 2/3 of

respondents indicated their clients

501-1000
21 .0%

LOSS than 100

I
4,0%

1 0000+ 1 .0%

5001-10000
4.0%

live both on and off reserve. 1001-5000
36.0%

The 165 respondents serve a total
L

Figure 1: Community Population

of 491 communities. However,
●

the majority of respondents (73 percent) serve only one community. Of those who are

responsible for more than one community:

● the average number of communities they serve is eight;

● about 50 percent serve two to five communities while 25 percent serve
10 or more.

About 70 percent of EDOS

serve communities that

could be described as

easily accessible.

Accessibility was defined

according to the means by

which one could access a

community.l Please refer

20 40 K) 80 100 120

*

1 Ewlv AcmssIble
1 Somwmt  Acamble1 ~,~,~~ *-,

Figure 2: Community Accessibility

1

Those communities that could not be accessed by either a paved or unpaved
road are described as “limited access. ” Communities that are accessed by a
paved or unpaved road only or an unpaved road and any other means (e.g., rail,
air, water) are described as “moderately accessible, ” while those communities
that can be accessed by a paved road and any other means are described as

I
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to Figure 2.

3.2.2 Employment and employers

Employment in the communities

tends to be relatively low. Only

19 percent of respondents

reported a full-time employment

rate of more than 50 percent in

their communities. Most

respondents reported a full-time

employment rate of 10 to 35

percent. Part-time employment

also appears to be low. Please

refer to Figure 3.

PNtam  nnoomdmm

“~
30

20

10

bnmm 10% 10.20s 21- 35s 26. SO% Morn mm 50%

■ Full-time ■ Pert-time

Figure 3: Employment in the Communities

In the majority of cases, government was reported as

being a primary employer in the communities. After

government, traditional industries (e.g., fishing,

hunting, trapping, agriculture, arts and crafts) were

named most often. Please refer to Figure 4.

In those communities where tourism, manufacturing,

oil and gas and forestry were reported to be major

employers, 72 percent of respondents indicated that

these industries had an overall positive social impact

k7—

9— F I

. I

Figure 4: Primary Employers

on the community. Only six percent reported a negative impact, and the remainder

reported no impact. About 50 percent of respondents indicated that these industries

had spurred the development of spin-off businesses.

Refarring  to Figure 5, tourism and smail business were named in 50 percent of cases as

providing the graatest potential for future employment in the communities. Traditional

“easily accessed. ”

1.
I

1
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industries were thought

continue to hold future

to

employment opportunities.

However, compared to present

employment, there was a strong

indication that primary industries

(e.g., oil and gas, mining and

forestry) offered potential, This

capacity is a promising finding for

those companies wishing to do

1~

slmll~

T~

!htnnrv  t~

Ww

20 2s 30

PAnvL

F.—  – .  1- l-l  -—--—:-,  - —  —  t - - - - - -mgure  3: ro~ent[al  employers

business with Aboriginal

3.2.3 Community plans

communities.

About two-thirds of respondents indicated that their communities have current

community profiles, economic development plans, community development plans and

capital plans. Fewer reported that they have

resource management and land use plans. It

majority of those who reported current plans

3.3 The Organizational Environment

human resource development, natural

is encouraging to note that the vast

indicated that the plans were being used.

*

J EDOS most often work for band or tribal councils, and there is usually
one level between them and the governing body.

J EDOS are not likely to have other EDOS reporting to them.

/ EDOS generally work as full-time EDOS,  though their role is often
combined with other related areas such as community and business
development.

3.3.1 Organizational structura

Nearly 70 percent of respondents work for bands. The remainder work for settlements,

district chiefs, tribal councils, development corporations and Aboriginal businesses.
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Only 30 percent report directly to the governing body. Another 60 percent have one or

two people between them and the governing body.

EDOS are more likely to work independently, that is, the majority of EDOS do not have

other EDOS reporting to them. Where they do, there are generally one or two EDOS

reporting to them. Only in a small proportion of cases do EDOS have more than five

EDOS repor t ing  to  them.

3.3.2 The role  of the EOO

P9rcan  nnpomnI “~ I
30 -

25

20

15

10

I Cotmn. Oc..  Educdo.  Band Mw W 0.-’1  T- 1
Emp.c.ourm.  Eu9. ow. M@llm Oow.  C.mP. CaNuhlw

Figure 6: Other Roles of EDOs-

1
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Seventy-nine percent of respondents described their role as EDO as full-time. However,

economic development is generally not their sole responsibility. In fact, 76 percent of

respondents reported they work in other areas as well, particularly community

development, employment counseling, business development and band management.

Please refer to Figure 6. Fewer claimed education counseling as part of their role.

This result is not surprising as more than 75 percent of respondents indicated that there

are education counselors in their communities.

EDOS spend their time assisting people who come to them for advice, evaluating

business plans and preparing proposals and applications for funding. The degree to

which EDOS perform these activities varies. Referring to Figure 7, 53 percent of

respondents reported that, on average, more than 11 people seek their advice or

assistance in a month. About 25 percent of

respondents reported that they evaluate between five

and 25 business plans per month and 44 percent

reported that they prepare more than five proposals

or applications for funding per month.

3.4 A Demographic Profile of EDOS

J Respondents generally have between
one and five years of experience as an
EDO and have been in their current
jobs for between one and three years.

d Respondents are generally well-
educated, with almost half reporting
that they have completed college or
university. A greater proportion of
non-Native respondents have
completed post-secondary education

.
“

.

?0

-. —. .—
■ ✍✍✌ ❑ ✎ ✎✎ 0,, ma-.-”  -

Figure 7: EDO’S Time

Allocations

compared to Native respondents.

/ The majority of respondents are Native males between 35 and 44 years
of age.

d English is the working language of 88 percent of respondents.

I

,,
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Generally, respondents have between one and five years of experience as EDOS.

Twenty-two percent have been in their jobs for one year or less and 36 percent have

been in their jobs for between one and three years. Just over one-third have more than

five years of experience. The relative inexperience may be a reflection of band council

dynamics as outlined in the background to the report.

About three-quarters of respondents have some post-secondary education. Forty-six

percent of respondents reported that they have completed college or university. The

majority of those who have completed post-secondary education have taken programs

in business.

There was a significant difference in level of education between Native and non-Native

respondents. Referring to Table 2, 74 percent of non-Native respondents reported they

had completed college or university compared to 39 percent of Natives. Level of

education affects the perceived sufficiency of knowledge and skill requirements.

Table 2: Lavel of Education by Native versus non-Native

Education High School Some Post- Complated Total
Status or Less secondary Post-secondary Responsa

r

Native 310~ 30% 39V0 100%

non-Native 1 2% 14’% 74?4 100%
*

Twenty-one percent of respondents reported that they have a professional designation.

Approximately one-quarter of those have a designation in economic development.

The majority of respondents are Native. Specifically:

● 49 percent are status;

● 21 percent are treaty;

● 6 percent are non-status; and

● 3 percent are M&is.

Twenty-nine percent of respondents are non-Native. None of the respondents are Inuit
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or Innu.

English is the primary working language of 88 percent of respondents. Only

percent reported a Native language to be their primary working language.

seven

Few respondents are under 25

years of age. In fact, 31 percent

are between 25 and 34 years of

age and 47 percent are between

35 and 44 years of age. The

remainder are over 45 years of

age. Please refer to Figure 8.

Thus, it would appear that EDO’S

tend to begin their careers at a

rather late age.

35-44

47.0%

a-w

.  31.0%

2.0%

Figure 8: Respondents by Age

Seventy-eight percent of respondents are male. Eighty-nine and 87 percent of

respondents, respectively, reported that gender did not limit training or career

opportunities.

3.5 Knowledge and Skill Requirements of EDOS *

J Respondents were more likely to report they have sufficient knowledge
about items relating to their communities and government than thay do
about the businass  and aconomic  aspects of economic development.

/ Similarly, respondents were less likely to indicata  sufficiency in the skills
required to bring about economic development.

J There were some differences in rasponses  by gender, education and
whether the respondent was non-Native or Native.

Through the process of designing the questionnaire, the Task force developed a

comprehensive list of knowledge and skill requirements for EDOS. These requirements

were based on the experience of members of the Task force as EDOS and other leaders

I

I

I
t
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in Native communities.

Task Force members defined the following knowledge and skill requirements for EDOS

as necessary to perform their jobs:

. ““.  ”  -.  . ...”...””=”  “..  ”  “m,.,  ..qq”.  ,”,.,”.  ..”

Knowledge Requirements Skill Requirements

.  the Indian Act ● communicating in writing
● environmental legislation . communicating verbally

. business corporations acts ● conducting research

. government funding programs ● making presentations and speeches

● government training programs ● managing financial resources
● sources of capital for businesses ● managing people
● economic development activities of ● identifying economic opportunities

surrounding communities . assessing the feasibility of
● sources of labour market information economic/business opportunities and
● education and training providers plans

● theory and principles . developing plans, e.g., business,

. business taxation economic

. home-based businesses . developing economic policies

●
●values and cultures of your motivating and supporting

community businesses

● industries in your area ● negotiating

● government agencies in your ● facilitating groups

community ● project management

● other support agencies ● networking with people”

● economic development activities of ● counseling people

other Native communities 9 organization development

. land and natural resource ● facilitating cultural expression
management ● training people

● managing natural resources

The knowledge and skill requirements of EDOS were analyzed using a statistical

technique known as factor analysis. This technique allows information to be grouped

and analyzed in meaningful clusters. It analyzes the internal structure of a sat variables

to identify any underlying constructs. Although we have a set of different variables

measuring different things, subsets of these variables may be measuring more general

principles. The factor analysis grouped the skill and knowledge requirements according

I
:[
i
,.
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to their underlying constructs into more general conceptual groupings. These “factors”

were then named to correspond to the subsets of variables which they represent. The

results are discussed in the following sections.

3.5.1 Knowledge requirements

For the purposes of this study, knowledge is defined as the theoretical or practical

understanding of information and principles. Respondents were asked to indicate how

important they thought each knowledge item was to their jobs and whether or not they

believed they had sufficient level of knowledge in each area to perform their jobs.

In general, respondents agreed that all the knowledge items were important in their

jobs. However, some knowledge items were more likely to be considered by EDOS as

very important to their jobs than others. For example, respondents were most likely to

report that knowledge of government funding programs, sources of capital and

community culture and values are very important to their jobs compared to knowledge

of environmental legislation, economic development in other Native communities,

business corporations acts, the Indian Act and economic theories and principles.

Overall, 58 percent of respondents reported that they had sufficient knowledge in the

various areas. Closer examination of the responses reveals that respondents are more

likely to report insufficient levels of knowledge about items related to the business and
*

economic aspects of economic development than about their communities and

government support programs.

The factor analysis grouped the knowledge items into four categories, which we named

government support, community issues, business tools/theory and external information.

● Government support includes government funding programs, government
training programs, government agencies in the community and other
support agencies.

● Community issues includes land and natural resource management,
economic development opportunities in other Native communities,
economic development in surrounding communities, community culture
and values, industries in the area and the Indian Act.

I

i
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● Business theorv and tools includes business corporations acts, sources of
capital, economic theory and principles, business taxation and home-
based businesses.

● External information includes environmental legislation, sources of labour
market information and aducation  and training

Table 4 groups the knowledge items by factor. It shows  the

who reported that a knowledge  item  was  Very important and

reported that they had insufficient knowledge in those areas,

programs.

proportion of respondents

the proportion who

Shaded rows indicate a

significant knowledge gap, that is, areas where the majority of respondents reported

that the item was very important but that thev had relatively insufficient knowledge of

that item.

Gaps in knowledge tend to be concentrated in areas related to business theory and

tools and external information. More than 50 percent of respondents reported they

have insufficient knowledge  of three items related to business theory and tools and two

items related to external  information;  yet, more  than 60 percent of respondents rated

those same items are very important to their jobs.

Table 4: Importance and Lavel of Knowledge

Knowledge Item Very important (70)
Insufficient

Knowledge (?l. )

Government Support: 1
Government funding programs I 94 26

1
Government training programs 77 37

I

Govarnme.nt  agencies in the community 69 22

Other support agencias 71 26

Community Issues:
11 1 I

land and natural resource management II 81 I 46
I

Economic development in other Native communities 62 50
I

Economic development in surrounding communities 68 43
I

Community culture and values 89 I 24

Industries in the area II 75 I 30

Indian Act 56 I 35 I

I
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Business Theory lTools: I
I Business corporations acts 62 I 52

I

Sources of capital 91 40

Economic theory and principles 65 51
II 1 I

Business taxation I 68 I 55
[1 I

Home. based businesses 70 32

Knowledge Item Very Important (%1 insufficient
Knowledge (9’.)

External Information

Environmental legislation 62 66
●

Sources of Iabour  market information 66 51
II 1

Education and training programs I 62 I 41 I

3.5.2 Response differences

In some cases, the importance of the various knowledge items and the level of

sufficiency of knowledge differed by gender, education and whether the respondent

was Native or not.

Women were more likely than men to repor’

following areas:

insufficient skills and knowledge in the
*

● 34 trercent of females compared to 54 percent of males indicated they
had” sufficient knowledge of economic t“heory  and principles; and

● 24 percent of females compared to 55 percent of males reported thev
had sufficient knowledge of business corporations acts.

I .,
.,
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In several cases, there were significant differences between how important Native EDOS

and non-Native EDOS rated knowledge items. Please refer to the following tables.

Table 5: Knowledge of Indian Act Very Important Somewhat Not Important
Important

Native 64% 34% 2%

Non-Native 29% 54% 17%

Table 6: Knowledge of Sources of Very Important Somewhat Not Important
Capital for Businesses Important

)
Native 94% 4% 2%

NonNative 80% 17% 3%

Table 7: Knowledge of Business Very important Somewhat Not Important
Taxation Important

J

Native 73% 17% 10%

Nonnative 50% 38% 12%

Table B: Knowledge of Environment Very Important Somewhat Not Important
Legislation Important *

Nat Ive 69% 26% 5%

Non. Natwe 37% 51% 12%

Table 9: Knowledge of Labour Market Very Important Somewhat Not Important
Information Important

Native 74% 24% 2%

Non-Native 33% 40% 27%

While Native respondents tended to place  greater importance on many knowledge items

compared to non-Native respondents, they tended to be less confident about the

sufficiency of their knowledge in a number  of areas. Please refer to Table 10. The

response differences may be due to of educational differences or may be cUltUral;  that



. . . . .

4

I

I
I

Council for the Advancement of Native Development Officers
Training Needs Analysis of Economic Development Officers Page 20

is, non-Native respondents generally may be more likely than Native respondents

report that they are knowledgeable.

t o

Table 10: Sufficient Knowledge in . . . II Native (%) Non-Native [’YoI

A

Government Support:

Government training programs 59 79

Other support agencies 70 90
~

Community Issues:
I

Land and natural resource management 50 71

Industries in the area 65 88

Business Theory/Tools:
II i

Business corporations acts I 40 77
II 1 I

I Sources of capital for businesses [~ 56 76
1

I Economic theorv and orincioles II 42 I 76 I

~~Sources of Iabour market information

On the other hand, 80 percent of Native versus 63 percent on non-Native respondents

reported that they had sufficient knowledge of the culture and values of their
*

communities.
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For some knowledge items, there was a relationship between the level of education of

respondents and their level of knowledge. However, the differences were not

concentrated in any particular factor. Respondents with a higher level of education

were more likely to report that they had sufficient knowledge of the following items:

Table 11: Knowledge of Government Training Sufficient Insufficient
Programs Knowledga  (Ye) Knowledge (%]

I.ess than high school 27 73

Completed high school 62 38

Some universitvlcollege 62 38

Completed universitylcoilege 75 25

Tabla 12: Knowledge of Economic Sufficient Insufficient
Development in Surrounding Communities Knowledge (%) Knowledge (Ye)

Less than high school 32 68

Completed high school 50 50

Some universitylcollege 46 54

Completed universitylcollege 73 27

Table 13: Knowledge of Economic Thaory and Sufficient lnsufficiant
Principles Knowledge (Yo) Knotiledga  (9’. )

A

Less than high school 18 82

Completed high school 15 85

Some universitylcollege 44 56

Completed universitylcollege 71 26

Table 14: Knowledga Business Taxation Sufficient Insufficient
Knowledga  (Ye) Knowledge (’%0)

Less than high school 5 95

Completed high school 50 50

Some university lcollege 42 58

Completed university /coilege 57 43
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There was a significant difference in responses by region of residence in one area of

knowledge, that of business corporations acts. Please refer to Table 15. Respondents

from the Prairies were more likely to report they had sufficient knowledge in this area

than other respondents.

Table 15: Knowiedge  of Business Corporation Sufficient (%1 insufficient (%)
Acts

1

British Columbia lYukon II 44 46
I

Prairies Iinciuding the Northwest Territories] 73 27

Ontario 30 70

Quebec 54 46

Atiantlc 43 57

There were no significant differences in responses in either importance of knowiedge

items or ievei  of knowiedge by age of respondent, of experience as an EDO, size or

accessibility of the community.

3.5.3 Skill requirements

For the purposes of this study, a skiii is defined as tha abiiity  to appiy  knowledge

appropriately to compiete  an activity. Respondents were asked to indicate how
*

important they thought each skiii was to their jobs and whether or not they beiieved

they had sufficient ievel of skili in each area to perform their jobs.

The vast majority of respondents thought that ail the skiils described in the

questionnaire were very important to their job. Overaii, 63 percent of respondents

reported that they had sufficient ieveis  of skiii in the various areas.

I

I

I

I

i
.
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The factor analysis organized the skills into four categories which we named

economic/community development skills, economic/community planning skills,

management skills and communication skills.

● Economic/community development skills includes developing economic
Policv, motivating and supporting businesses, facilitating cultural
expression, making presentations, conducting research, facilitating
groups, counseling people and developing your  organization.

● Economic/community planning skills includes assessing
economic/business opportunities and plans, developing plans, identifying
economic opportunities and negotiating.

● Management skills includes training, managing natural resources,
managing financial resources, managing people and project management.

● Communications skills includes communicating in writing, verbal
communication and networking.

Table 16 groups the skills by factor. It shows the proportion of respondents who

reported that a skill was very important and the proportion who reported that they had

insufficient skill in those areas. Shaded rows indicate a significant skill gap, that is,

areas where the majority of respondents reported that the skill was very important but

that they had relatively insufficient skill in that area.

Overall, respondents were most likely to indicate sufficiency in communicati~n  skills

and least likely to report that they had sufficient skills in the area of

economic/community development. The largest  skill gap was in developing economic

policy. While 80 percent of respondents indicated that this skill was very important in

performing their jobs, more than 50 percent reported that they had insufficient skill in

this area. In addition, respondents were less confident about their skills in managing

natural resources, training and assessing economic/business opportunities and plans.
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Table 16: Importance and Level of Skill

Skill Very Important insufficient Skill
(%) Level (%)

Economic/Community Development Skills:

Developing economic policy 80 54

Motivating and supporting businesses 82 42

Faciiiiating cultural expression 64 55

Making presentations 84 40

Conducting research 82 29

Facilitating groups 73 36

Counseling people 82 29

Developing your organization

Skill
~

Economic/Community Planning Skills:

Assess economiclbusiness  opportunities and plans 92 49

Developing plans 93 40

Identifying economic opportunities 91 30

Negotiating 88 34

Management Skills: *

Training 83 52

Managing natural resources 79 62

Managing financial resources 93 28
r -1

Managing people 87 28

Proiect  management 1! 81 I 29

Communications Skills: I
Communicating in writing 97 22

I

Verbal communication 96 15

Networking 88 25

I

1.
,“
I

!
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3.5.4 Response differences

In some cases, the importance of the various skills and the level of sufficiency of skills

differed by gender, education and whether the respondent was Native or not.

Male and female respondents differed on three skills:

● 38 percent of females compared to 67 percent of males said they had
sufficient skill in making presentations;

● 49 percent of females compared to 76 percent of males reported
sufficient skill in identifying economic opportunities; and

● 41 percent of females compared to 66 percent of males indicated
had sufficient skill in developing plans.

There were significant differences in the perception of Native and non-Native

respondents about the importance of some skills to their jobs as EDOS.  Native

they

respondents were more likely  to report that the following skills were very important to

their jobs compared to non-Native respondents. In all but one case, the skills are in the

area of economic/community development.

Table 17: Skill in Developing Economic Very Important Somewhat Not Important
Policy Important

Native 84% 13% 3%

Non. Nativa 64% 30% 6%

Table 18: Skill in Very Important Somewhat Not Important
Motivating/Supporting Businesses Important

1

Nstive 86% 13% 1%

Non-Native 67% 27% 6%

I

i..

* .4s!

.
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Tabla 19: Skill in Making Very Important Somewhat Not Important
Presentations Important

!

Native 87% 12% 1%

Non-Native 71% 17% 12%

Table 20: Skill in Conducting Very Important Somewhat Not Important
Research Important

Native 87% 12% 1%

Norr.Native 63% 28% 9%

Table 21: Skill in Negotiating Very Important Somewhat Not Important
Important

Native 92% 7% 1%

Non-Native 74!4 17% 9%

In addition, Non-Native respondents were more likely than Native respondents to report

that they had sufficient skills in some areas.

Table 22: Sufficient Skill in . . . Native (%) Non-Native (%)

Economic/Community Daveiopment Skills:
.

Developing economic rJolicy 40 70

Making presentations 55 80

Economic/Community Planing Skills:

Assessing economichusiness  opportunities 54 88
and plans

Identifying economic opportunities 64 91

Management Skills:

Managing financial resources 67 91

Communication Skills:

Communicating in writing 75 91

[ ,. ‘-
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Level of education also influenced how respondents reported their sufficiency in some

skills. Respondents with higher levels  of education were more likely to report sufficient

skill in the following areas.

Table 23: Skill in Developing Economic Sufficient Skills (’A) Insufficient Skills (9’0)
Policy

Less  than high school 14 86

Completed high school 36 64

Some university lcollege 38 62

Completed unwmtylcollege 64 36 4

Table 24: Skill in Making Sufficient Skills (Ye) Insufficient Skills (?401
Presentations

I.ess than high school 27 73

Completed high school 43 ‘ 57

Some universit~lcollege 67 33

Completed universitvlcollege 71 29

Tabla 25: Skill in Assessing Business/ Sufficient Skills (’%0) Insufficient Skills (Ye)
Economic Plans and Opportunities

Less than high school 36 6 4

Completed high school 57 43

Some universitylcollege 48 52

Completed university lcollege I 78 I 22 I

I ,, [ i

Table 26: Skill in Identifying Economic II Sufficient Skills (Yol I Insufficient Skills (9’0)

Otmortunities I
Less than high school I 54 I 46

Completed high school I 52 48
1

Some universitylcollege I 56 I 4 4
I

Completed universitylcollege I 87 I 13 I
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Tabla 27: Skill in Developing Plans Sufficient Skills (Ye) Insufficient Skills (Yo)

I 1

Less than high school 32 66

Completed high school 48 52

Some universit~lcollege 53 47

Completed university lcoilege 76 23

Table 28: Skill in Managing Financial Sufficient Skills (Yol Insufficient Skills (Ye)
Resources

Less than high school II 50 I 50

Completed high school I 67 I 33

Some university lcollege 62 I 38

Completed university lcollege 85 15 I

Table 29: Skill in Communicating in Sufficient Skills (%1 Insufficient Skills (Ye) I
Writing I

Less than high school 41 59

Completed high school 67 33

Some university/college 77 23

Completed university lcoilege 93 7

*

Table 30: Skill in Communicating Sufficient Skills (Ye) Insufficient Skills (Ye)
Verbally

Less  than high school 54 46

Completed high school 66 14

Some urriversitylcollege 84 16

Completed university lcollege 93 7

There was no significant difference in responses to either importance of skills or level of

sufficiency by region in which respondents resided, age of respondent, experience as

an EDO, size or accessibility of the community.
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3.6 Training

d Over three-quarters of respondents have attended some job-related
training in the past two years.

/ The majority of respondents preferred to attend training during the
daytime, to learn with a group of people, and to attend training during
the winter.

J Lack of time is a major factor inhibiting their abiiity to attend training.

J Respondents generally agree that current training programs meet their
needs.

The majority of respondents have attended some job-related training in the last two

years. Thirty-five percent reported that they had more than 25 days of training.

Twenty-three percent reported that had not received any training in the last two years.

While 53 percent of respondents indicated a preference for training offered in the

daytime, 46 percent reported no preference. Although half the respondents expressed

a preference for learning in a group, 43 percent indicated that they had no preference

between learning in a group and learning on their own. The majority of respondents

reported a preference for training during the winter season.

Seventy-three percent of respondents agreed that lack of time contributed tcrtheir

inability to attend training. Cost of training and family obligations inhibited 60 and 36

percent of respondents, respectively, from attending training.

Almost two-thirds of respondents reported that current training programs met their

training needs to some extent, while one-fifth agreed that they met their needs to a

great extent.

.,
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3 . 7 Accreditation for EDOS

J The vast majority of respondents support a special training program for
EDOS to Native communities. Of those, most are in favour of an
accredited program.

J Respondents prefer a modular approach for the training program, and
that tha training ba given by

J The majority of respondents
take such training.

a Native training institution.

are willing to spend mora than five weeks t o

An overwhelming proportion of respondents, 84 percent, reported that a special training

program designed for Native community EDOS would be valuable to them in their jobs.

Ninety-five percent of those who favoured a special training program thought that the

program should be accredited.

A modular approach to

training was preferable to

the majority of

respondents, 54 percent.

Please refer to Figure 9.

In addition, respondents

generally preferred that

the training be given by a

Native training institution.

Please refer to Figure 10.

Respondents are generally

willing to commit their

time to the program.

Fifty-five percent said they

are willing to spend more

than five weeks to take

such a program.

!-COO::a:Unwrsw

In-house
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Figure 9: Approach  to Trsinin~  Pro9r8m
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Figure  10: Source of Training
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4.0 Conclus ions

There is a need for ongoing training  and development of Native community EDO’S.  The

results of the survey indicate a gap in skills and knowledge required to perform the

work. There is strong support for a speciai  training program for economic development

officers to Native communities. The preferences expressed by respondents for a

program that is modular in its approach to training and is provided by a Native training

institution likely narrow down the choices among existing programs.

Many college and university programs cover various aspects of the knowledge and skill

requirements for EDOS, In addition, one community college offers an accredited

economic development program that is modular in its approach. Another university

offers a certificate program for senior band managers in community, economic and

organization development. To meet the needs of EDOS,  a program must address the

issues that are specific to Native communities. In addition, given the political

environment in which EDO’S work, a program would have to be concentrated within a

relatively short time frame so that  participants can implement what they learn quickly.

It would appear that there is a role for CANDO to play in developing and administering

such a program.

There are two broad approaches CANDO can take:
.

● CANDO can design and develop a new training program tailored to meet
the needs of Native community EDOS;  or

● recognize or recommend specific existing courses/programs.

Under the first approach, CANDO must consider the cost of designing and developing a

new program and the extent to which CANDO is recognized as a training institution.

[n comparison, the primary consideration under the second approach is the extent tO

which existing courses and programs address the knowledge and skill requirements of

EDOS.
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The decision to accredit a program or certify EDOS is a separate issue. Accreditation

and certification approaches are usually selected by occupational groups in order to

ensure that standards are met by the people working in the sector. Accrediting requires

that the courses be measured against an existing set of detailed standards or

guidelines. The process is ongoing as standards change over time. The process can be

very expensive if courses are going to be audited, especially at the outset of a program.

The structure of certification programs depends highly on the group to be certified. As

well, the type of certification and the requirements will greatly affect the effectiveness

of the program. If the title is not mandatory to gain employment, there would need to

be an incentive for people to apply. If certification is mandatory, there has to be a

method to recognize qualified people already working in the industry.

The development of occupational standards is represented in Figure 11.

In considering certification, CANDO would need to address several issues, including:

● how to certify existing qualified EDOS;

● recognition and value of the certificate (i. e., to Native community
employers, EDOS and employers outside Native communities);

● the difficulties in developing a common certification program; “

● the cost of certifying EDOS;

● the need to certify all workers;

c whether or not people will voluntarily certify; and

● the turnover and stability within the occupation.

If CANDO decides to work with existing courses or programs, there are a couple of

options. CANDO could simply determine the courses that an EDO must take to be

certified by CANDO and identify the educational institutions that deliver those courses.

Thus, anyone who has completed the specified courses from the recognized educational

---
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Occupational Standards and Certification Framewoti
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Figurc  11: Occupmond  Wndsrd;  md Certification Fremework
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institutions is eligible for certification. On the other hand, CANDO could develop a

partnership with a single educational institution to tailor an existing program that

CANDO would then accredit.

The key to success will be developing a market for the accreditation. That requires that

EDOS place value on the certification and the process, and recognize CANDO as a

credible certifying or accrediting body.

This initiative will require the commitment of EDOS and the communities they serve.

*
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1. Introduction

The purpose of this CANDO report is to detail the
resuits and recommendations of a survey of the
training needs of Economic Development Officers
(EDO’S) and to evaluate how ducationai
institutions are responding to these needs. On
March 9, 1993 a contribution agreement was
signed between the Royal Commission on
Aboriginal Peopies (RCAP) and the Assembly of
First Nations in collaboration with the Council for
the Advancement of Native Development (Mcers
(CANDO). in addition, economic development
officers, educators, and sectorai representatives
were invited to participate on a Task Force.
Universities, Colleges and Native education
institutions were canvassed in order to evaiuate
existing courses and programs for educating and
training Native (inciudes status and non-status
Indians, Metis and inuit peoples) economic
developers.

The methodology used by CANDO was
to:

a) establish a task force consisting
of Native EDO’S and selected
academics

b) engage a reputabie  consulting
firm experienced in designing
and conducting specialized
survey questionnaires:

c) pian for and conduct a nationai
survey;

d) review and anaiyze the resuits of
the suwey with the task force;
and

e) synthesize the findings, prepare
a  w r i t t e n  b r i e f  a n d
recommendations based on
resuits obtained from the
research and consultation.

Background:
CANDO was federaiiy incorporated as a

non-profit association in May 1991 as a member-
based organization to support EDO’S in Native
communities nationwide.

CANDO has f~e main goais, they are:
1. provide a forum for the

membership to exchange ideas,
share information and solve
problems of mutual concern;

2. build the capacity of EDO’S
through ongoing training and

*ucation;
3. research key economic issues to

assist the Native community from
a policy development/advocacy
perspective:

4, e s t a b l i s h  a n  e f f e c t i v e
rnamgement  -pacity, a capable
delivev mechanism and a sound
financiai and administrative
structure to assure that overall
objectives are reaiized  and;

5. encourage community-based
business development and
employment.

In order to achieve these goais CANDO
has embarked on severai initiatives, including
newsletters and bulletins, regionai  workshops for
EDO’S,  publishing “Mawiomi” a nationai  journal for
Native economic development practitioners, a
national directory of EDO’S, a workbook on
conducting a human resource development
assessment, a facilitators guide to assist in the
strategic planning process,  a d~~~se Of
reference materials for EDO’S, and the Education
and Training Reference Manuai  containing over
150 educational institutions across Canada.

The focus of this ret)o rt is to Svnthesiz?
the findinas of the Trainina Manuai and the Price
Waterhouse reDort. anaivze what Droarams and

s exist for Native oarticioants and assess the

need for a new national accredited training

proaram for EDO’S.
Options were proposed and assessed by

the working group for an accredited training
program. The recommendations are made based
on the results obtained from the Price Waterhouse
report, as weii as by consultation with the Task
Force.

The Task Force is made up of the
following people:

Mr. S i m o n  Brascoupb,  Carieton
University (Chair),
Ms. Judy Cooko-Whiteduck,  Economic
development officer (Co-Chek),
Mr. Darrell Balkwiil,  Saskatoon District
Tribal Council
Ms. Pat Baxter, Economic Development
for Canadian Aboriginal Women
Mr. Har~ Bombay, Nationai Aboriginal
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Forest~ Association
Mr. Robeti Campbell, Canadian Council
for Aboriginal Business
Mr. Howard Canfiil,  Yukon College
Mr. Wayne Dunn, Sinaaq Enterprises
Ms. Rainey Jonasson, University of
Manitoba
Mr. Hans Matthews, Canedian Aboriginal
Minerals Association
Mr. David Newhouse, Trent University
Ms. Claire Riddle, Economic Development
for Canadian Aboriginal Women
Mr. Ron Ryan, Sinaaq Enterprises
Mr. Charles Sampson, Walpole Island
First Nation Band Administration Office
Mr. Todd Tougas,  First Nations Resource
Council
Mr. Robin Wortman,  CANDO

A list of the above Task Foxe member’s addresses
and phone numbers are in Appendir  B.

Professional development is a high
priority for CANDO and specific training and
education activities that will evolve will provide a
basis for members to receive benefns from their
membership by developing their capacity to
perform more effectively at the community level.

The main goal of CANDO in education
and training is to assist in the building of EDO’S
capacity and setting of benchmark training
standards. CANDO has two main objectives
within the training and education phase, they are:

1. to develop need specific training
that will meet the immediate
requirements of Native
communities, through either
CAN DO courses, third patty
courses or, endorsed courses:

2. to establish an accreditation
system that will provide
professional standards and
training for EDO’S.

CANDO plans to meet these objectives
in the following manner; for need specific training,

they want to establish licensing arrangements with
qualified suppliers of business planning and
strategic planning in at least fwe regions in
Canada; next they wish to organize enrolment  in
cooperation with local EDO’S and share fees with
conductors. They are forecasting a targeted level
of activities of ten courses for 1993/1994. In the
meantime they are looking to hold a series of six
regional workshops that will provide EDO’S with
specific, practical information topics of importance
to them. The topics of importance include market

analysis, joint venturing, pro forma financial
statement preparation, and development
corporation set-up.

CANDO plans to establish an
accreditation system based on the findings of the
national EDO training needs assessment and the
analysis of the training gaps of existing education.
Recommendations have been formulated with the
task force to achieve these goals and are in
section IV. Training Recommendations: Short and
Medium Term.

*



. . . . .

4
Comei 1 for the Advancement of Native Devei~t Officers - fISAL ml Page 3

Il. Analysis of ~ Price WaterhouS8  Rept

The contracting of Price Waterhouse (PW)
was done in accordance with the RCAP
Contribution Agreement (Section 2, sub-sections
2 and 3). The overall objective of their task was
to construct and conduct a national suwey. The
overall objective of the suwey was to determine
the training needs of EDO’S. Prfce Waterhouse
was also in a position to exp[ore the EDO’S
interest in an accredited program for EDO’S.  The
information which was obtained will assist CAN DO
to design a training program for EDO’S and to
determine the role of CANDO in such a program.

The methodology used by Price
Waterhouse was divided into three phases. In
phase one Price Waterhouse designed and
developed a questionnaire (see Appendix C for (he
guesnonnaire  and  quesn”onnaire  resuit.s  a r e  i n
Appendix D) under the direction and guidance of
the Task Force which was created in accordance
with the Contribution Agreement (Section 2, sub-
section 1). They (~ then conducted a focus
group with EDO’S  in Edmonton to determine the
response categories for the questions posed in
the questionnaire. The questionnaire was then
pm-tested by telephone, and then finaiized with
the feedback from the pre-test.  The Panicipants
for the pre-test were chosen at random from the
list of EDO’S provided by CANDO.

In phase 2 Price Waterhouse conducted
the telephone suwey. They used their National
Suwey Centre located in Ottawa. The intewiews
were conducted in French and English based on
respondents language of choice. They (PW) also
hired three Native interviewers to compliment the
survey centre staff.

As the intewiews progressed the Survey Centre
staff entered the responses into the computer
assisted telephone intewiew system, they then
cleaned and downloaded the data for analysis by
the Statisticxd Package for the Social Sciences
(SPSS)!

in the third and final phase, Prfce
Waterhouse analyzed, interpreted and synthesized
the results, they then prepared their report on the
training needs of EDO’S.

The data base used by Price Waterhouse
was developed using lists of EDO’S which were
supplied by DIAND and CANDO. The data base
started with 3S3 names and was updated with 331
names of existing EDO’S. Of the 331, thirty-six
Were not available for the duration of the study
and twenty-five “declined to participate.’. In all,
Price Waterhouse was successful in intenfiewing
165 economic development officers, for a
response rate of 50%. This sample of 16S EDO’S
is a very good indication of the consensus of the
population.

Before examining the key findings of Price
Waterhouse in detail we will first identify the key
major knowledge and skill gaps found In the
survey. A knowledge gap exists when an EDO
feels that a knowiedge item is very important to
their job, however, the respondent had relatively
insufficient knowledge of that item. A skill gap
exists when an EDO feels that a skill Is very
Important to their job but that they had relatively
insufficient skill in that area. T h e  ma]or

knowidge gaps existed in eight areas (see Table
1). Eight major skill gaps exist as outlined in
Table 2.

Table 1 Knowldge Gape

Knontedge  item X very imortant  to their j ob % fnsufffeient  knwtadge

Environmental legislation 62 66

Business Corporation Acts 62 52

Ecmtsni  c deveiopnent  in other 62 50
Native coinnmities

Scurces of emi ta 1 91 40

Sources of labour mrket 6 6 51
fnformtion

Economic theory and cirinciples 6 5 51

B u s i n e s s  t a x a t i o n 6 a 55

Land and Natural reswrce 81 46
menawnant
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TaMe 2 Stils Gaps
-

Sk!  11 ● res

Making  presentat  i one

Assessing bsiness/econmic
~rtmities  end plans

Deve{ooing plans

Developing ● conomi c theory

Not  iwt ine ● d s~rt i ng
businesses

% v e r y  inportant  to t h e i r  j o b % i n s u f f i c i e n t  s k i l l  i n  t h a t
● ree

13L 40

92 49

82 I 42 II
faci iitating  culturai ● xpression I 64 I 55

II

managing  n a t u r a l  resourees I 79 I 62

Price Waterhouse Rermm

In the report they found that generally,
EDO’S had between one and fwe years of
experience in economic development and had
been in their current jobs for between one and
three years. They were well educated, with
approximately 46°% reponing they had completed
college or university. However, education levels
differed between Natfve and non-Native
respondents. A greater proportion of non-Native
respondents had completed post-secondary
education than Native respondents. The majority
of respondents were Native, between 35 and 44
years of age and were male. English was the
working language of 88°A of respondents.

The respondents were more likely to say
that they had sufficient knowledge about the
culture of their communities and Government
programs and agencies than about the economic
business information required to implement
economic development plans. Most communities
had plans ( i.e. economic, capital, community
development) for the development of the
community, the vast majority of these plans were
in use. There were eight areas where major
knowledge gaps existed. They were:

1) environmental legislation,
2) business corporation acts,
3) sources of capital for funding

businesses,
4) economic development in other

Native communities,
5) sources of Iabour market

information,
6) economic theory and principles,
7) business taxation, and,

[,
!

8) iand and natural resource
management.

Respondents aiso repofied that they
lacked sufficient skilis to adequately implement
economic development plans. Once again there
were eight areas where major gaps existed. They
were:

1) making presentations,
2) assessing business/economic

opportunities and plans,
3) developing plans,
4) developing economic theo~,
5) motivating and supporting

businesses,
6) facilitating cultural expression,
7) training and,
8) managing natural resources.

According to Price Waterhouse there
was overwhelming support for a special training
program for EDO’S in native communities. There
was aiso a strong desire for an accr-ited
program.

Price Waterhouse then examined the
organizational environment of the Economic
Development Mlcers. EDO’S worked for a band
or tribal council and there was usualiy only one
level between them and the governing body.
They found that 70% of the respondents worked
for bands and that the remainder worked for
settlements, district chiefs, tribal councils,
development corporations and Native business.
Price Waterhouse also found that 30% of the
repotiing EDO”S reported directiy to the governing
body and another 60% had one or two people
between them and the governing body.

They then Iookd at the role of the
Economic Development Officer. They found that

[i “
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79% of the EDO’S described their job as full-time,
however economic development was not their
sole responsibility. Seventy-six percent of the
respondents said that they did other tasks such
as:

1) community development,
2) employment counseling,
3) business development, and
4) band management.

For the most part e c o n o m i c
development tilcers spend their time assisting
people who come to them for advice, evaluating
business plans and preparing proposals and
applications for funding. On average more than
11 people sought their advice or assistance in a
month. Approximately 25% of the respondents
reported that between 5 and 25 business plans
were evaluated per month and 44% reported that
they prepared more than 5 proposals or
applications for funding per month.

EDO Knowledoe  and skals

The next section of this report that wiii be
examined is the knowledge and skiil
requirements of Economic Development Officers
(the complete Pdce Wotedtouse  mpon on SkiIl  and
fiowiedge  Requimtents  is in Appendix E). With
respect to knowledge requirements Price
Waterhouse found the following: in general,

respondents found all of the requirements listed in
the su~ey to be important to their jobs but some
requirements were considered to be very
important. They gave the following examples,
government funding programs, sources of capital,
and community culture and values were very
important compared to environmental Iagisfation,
economic development in other Native
communities, business corporation acts, the
Indian act, and economic theories and principles.
Overail, 58% of the economic development
officers reported that they had stitcient
knowledge in various areas. However, after
closer examination of the results Price
Waterhouse found that the respondents were
more likely to have sufficient knowledge about
their communities and Government support
programs and less likely to report sufficient
knowledge in items related to the business and
economic aspects of economic development.

Prfce Waterhouse grouped the knowi~ge
requirements into four categories which they
named:

1) government suppoti,  which
included government funding

2)

3)

4)

programs, government training
programs, government agencies
in the community and other
support agencies;
community issues, which
included land and natural
resource management, economic
development opportunities in
other Native communities,
economic development in
surrounding communities,
community culture and values.
industries in the area and the
Indfan act;
business theo~ and toois which
indudad business corporations
act, sources of capital, economic
theory and principles, business
taxation and home-based
businesses; and
externai information which

included environmental
legislation, sources of Iabour
market information, education
and training programs.

Prfce Waterhouse found the major
knowledge gap was in the area of business theory
and tools, and externai information. They found
that more than 50% of the respondents had
insufficient knowledge of three items relat- to
business theo~ and tools, and two items related
to externai information. It was noted in the report
that these same items were ve~ important to the
jobs of 60% of the respondents.

Response differences were sepa?ated into
three main categories: gender, education, and
Native/non-Native. Differences by gender
generated the following results. Women were
more likely to report insufficient knowledge as
compared to men about economic theo~ and
principles (34% as compared to 54%). The
women also reported less sufficient knowkfge
about business corporation acts (24% as
compared to 55%). Native respondents tended to
pface greater impcmance  on many knowkdge
kerns compared to non-Native respondents,
however, the Natfve respondents tended to be
less confident about the sufficiency of their
knovdedge in a number of areas. According to
Prfce Waterhouse these differences may be due
to educational or cultural differences. They also
found that 80% of Native respondents compared
to 63% of non-Natfve respondents reported they
had sufficient knowiacfge  of culture and vaiues of
their communities. Respondents with higher

1
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education were more likely to report stilcient
knowledge in government training programs,
economic development in surrounding
communities, economic theories and principles,
and business taxation.

The other issue of concern is the skill
requirements of the EDO’S. The majority of
respondents thought that all the skills described
in the survey were imponant  to their jobs. Overall
63% of the respondents said that they had
sufficient skills in various areas. Once again Price
Waterhouse organized the skill requirements into
four groups which they named:

1)

2)

3)

4)

e c o n o m i c / c o m m u n i t y
development skills which
included developing economic
policy, motivating and supporting
businesses, facilitating cultural
e x p r e s s i o n , m a k i n g
presentations, conducting
research, facilitating groups,
counseling people, and
developing your organization;
economic/community planning
skills which inc!uded  assessing
e c o n o m i c / b u s i n e s s
opportunitle’s  a n d  p l a n s ,
developing plans, identifying
economic oppofiunities, and
negotiating;
management skills which
included, training, managing
natural resources, managing
financial resources, managing
people, and managing projects;
and
communication skills which
I n c l u d e d  t h e  f o l l o w i n g :
communicating in writing, verbal
communication, and networking.

Overall, respondents were most likely to
indicate sufficiency in communication skills and
less likely to report stilciency in the area of
economic/community development. The largest
gap existed in the developing of economic policy.
Eighty percent of the respondents felt that this
was very important to their jobs, however, more
than 50% of the respondents said they had
insufficient skills in this area. They (respondents)
also felt that they had insufficient skills i n
managing natural resources, training and
assessing economic/business opportunities and
plans.

The differences in responses were once
again categorized by gender, education, and

Native/non-Native. Male and fefnale respondents
differed on three skills

1) making presentations, 38% of
females compared to 67% of
males had sufficient skills;

2) ident i fy ing economic
opportunities, 49% of females
compared to 76% of males
repofied sufficient skills; and

3) developing plans, 41% of females
mmpared  to 66% of males
reported stilcient skills.

There were significant differences in the
perception of Native and non-Native respondents
about the importance of some skills to their jobs
as EDO’S. Native respondents were more likely to
report the following skills were very impottant  to
their jobs;

1) developing economic policy,
2) m o t i v a t i n g / s u p p o r t i n g

businesses,
3) making presentations,
4) conducting research, and
5) negotiating.
The non-Native respondents were more

likely to report sufficient skdls in the following
areas;

1) e c o n o m i c / c o m m u n i t y
development skills,

2) economic/community planning
Skdls,

3) management skills, and
4) communication skills.

The level of education of the respo~dents
made a difference as well, the respondents with
higher education reported sufficient skills in the
following areas:

1) developing economic policy,
2) making presentations,
3) assessing economic/business

plans and opportunities,
4) ident i fy ing economic

opportunities,
5) developing plans,
6) managing financial resources,

and
7) communicating both written and

verbal.

Trainino and Accreditation:
Price Waterhouse reported that the

majority of respondents had attended some job
related training in the past two years.
Approximately 35% of the respondents had gone

i
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for more than 25 days of training, 23% of the
respondents said no training whatsoever in the
past two years. Some of the mam reasons for not
being able to attend training sessions were; lack
of time (73% repcmed this to be a reason), cost of
training and family obligations (60 and 36%
respective y). Approximately 2/3 of the
respondents repined that the current training
programs met their needs to some extent, and
only 1/5 said the programs met their needs to a
great extent.

An ovenvhelming  proportion of the
respondents, 64%, repofl~ that a special training
program designed for Native community EDO’S
would be valuable to them in their jobs. Ninety-
five percent were in favour of accrediting the
programs and 54% of respondents were in favour
of a modular approach to training and the 54%
stated that the training should be given by a
Native training restitution. The responding EDO’S
were willing to take the time to go to a program
and 55°A of the respondents said they are willing
to spend more than 5 weeks to take such a
program.

.
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Ill Analysis of Edu@on and Trahing  Manual

The Council for the Advancement of
Native Development ~cers  (CANDO) canvassed
universities, colleges and native educational
institutions in order to evaluate existing courses
and programs for educating and training of Native
economic developers. This was done in
accordance with the Contribution Agreement
Section 2.

In 1991 CANDO was funded by
Employment and Immigration Canada’s “Pathways
to Success Program’ National Aboriginal
Management Board, to conduct phase one of the
Identification, Facilitation, Evaluation and
Employment (1. F. E. E.) project. The goals of the
first phase were simpie: to conduct a needs
assessment of native EDO’S to discover what
skiiis, knowledge  or  t r a i n i n g  were  most

appropriate to their circumstances, and then to
compile a National inventory of courses of study,
seminars or other forms of training available to or
applicable to Native EDO’S.

The 1993 Education and Training
Reference Manual represents the second phase of
the project. It is the first of what is intended to
become an annual series, and includes complete
program information from over 150 institutions.
The manual is directed primarily towards Native
EDO’S, students, and prospective students. The
publication is a major achievement for CANDO
and wiii be a valuable tool for those interested in
continuing their education.

Having conducted the needs assessment
and compiiing the manual, CANDO will continue
its work developing and improving courses and
seminars, by conducting workshops for native
EDO’S, and through its other publications and
member sewices.

The Education and Training Reference
Manual is a comprehensive guide to business,
economics, and development programs at the
post-seconda~  institution ievel across Canada.
If you wiil recall, his designed primarily for use by
Native EDO’S who are interested in furthering their
education. There are almost three hundred
separate post-secondary programs listed in the
manual. Programs are categorized by regions:
Atlantic, Central, North and Prairies, and Pacific.
Wthin each region, schools are listed
alphabetically, and where a school has more than
one program, the programs are also listed
alphabetically. The manual presents a summa~
of information  found in course calendars and

other publications provided by the institutions to
CANDO. incluckl  are: type of institution, type of
program, programs designed for native
participants, entrance requirements, course
content, length of program, location of program,
deiive~ method, Ceniffcation, costs and other
information including a contact name for funher
detailed information. There are six parts to the
cross-reference index. They are:

Index A: table of contents, which
lists the institutions by
region;

Index B: Native programs, which
lists the institutions that
h a v e  p r o g r a m s
specifically designed for
Native participants;

Index C: Entrance requirements,
which list the institutions
by ievei requirements
one through fwe;

Index D: type of program, which
iists programs according
to their type or contents.
Programs fali into
s e v e r a i  g e n e r a i
categories: economic
development, business
administration, native
s t u d i e s , public
a d m i n i s t r a t i o n ,
community socioe-
conomic  development,
u n i v e r s i t y - l e v e l
c o m m e r c e  o r
economics, and other.;

Index E: Type of institution, this
index lists institutions by
type. institutions usually
fall into one of the
foilowing categories:
Native Community
college, Native training
institution, Community
college, University,
Vocational institute, and
other.;

Index F: Cost of program, which
lists institutions by
annual cost for tuition
only.

There are eighty nine programs which are

1“.’
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specifically design- for Native panicipants  (see appendix A). Institutions by geographic Ioation,
certification, length and by type are listed In Table 3.

-.—--—-  -1 ---=s----——  ———

I n s t i t u t i o n  ●  d O n e  yew or less Tuo-year  di pluns Degree Other
Geogre@t  i c recognition or
tocetlon

or certificate
certificate

University of u- Elieibiiity to
Brmaui ck transfer into ●

(Atlantic) degree program

Big Trout Leke llon-cr~ited
Training Program
(Centra ~ )

certification.

Canbri  en Oipicma
Coi lege(Centrei  )

Cenbrien  Cot [ege Diplome

Canbrien  C o l l e g e Dipime

C a r l e t o n
U n i v e r s i t y

Bachelor  of  Social
Uork  tbnours(4yrs  )

(Centre i )

Conf *ret i on C e r t i f i c a t e  o f
Coltege  o f  A p p l i e d captet  ion i f the
A r t s  and
Technoi  ogy

student i s

(Centret)
r e g i s t e r e d  uith
the Col lege

C o n f e d e r a t i o n Post -secondary
Col lege of  Appiied DiPlome
Arts ● nd
Technoi  ogy
(Central  )

F i r s t  Netions Dfptms
Technica  L
Insti  tute(Central  )

Lmbton 11 month
Coilege(Centrel) e&inistrstion/

.

management
c e r t i f i c a t e

Lanbt  on 10 meek
Col (ege(Centrel  ) certif icete

Lanbton Col  lege- 12-36 week Bend
R i v e r s i d e  Caqua management

c e r t i f i c a t e

Lanbton Col  l e g e - 10 ueek
R i v e r s i d e  Camus certif icete

Lenbton  C o l l e g e - 16-20 week
Rivers ide Canpus c e r t i f i c a t e

Lenbton  C o l l e g e - 10 ueek
R i v e r s i d e  Cancua c e r t i f i c a t e

Lambton  Cot  lege- 11 month
R i v e r s i d e  Camus c e r t i f i c a t e

Larbton C o l l e g e - 20 ueek
R i v e r s i d e  Canpus c e r t i f i c a t e

(
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nstitution  ● nd - year  or  tass Tmo-year  diploma Degree Othar
● ografitic recogni  t i m or or carti f iecta
ocation cartlf icate

c!laster lie  format
nivarsity c e r t i f i c a t i o n
Cantral  )

rent U n i v e r s i t y Msster  o f  Arts(2
Central ) years )

r e n t  U n i v e r s i t y 4 yaar Bachaior  o f
A r t s

r a n t  U n i v e r s i t y 3  y e a r  Sacheior  o f
A r t s

r e n t  U n i v e r s i t y DicAme

:ativik School No formai
loard(Cantral  ) c e r t i f i c a t i o n

Iative T r a i n i n g Cont inuing
nstituta  o f educstion  unit
luabec(  Cantra I )

Iative  T r a i n i n g 1  yaar c e r t i f i c a t e
,nstituta o f
)uabec

Istive  T r a i n i n g Cont inuing
I n s t i t u t e  o f aducstion  mit
)uebec

ilberts  Vocstioml 20 weak
:entre-Lesser c e r t i f i c a t e  o f
ilava  Lake(North conpietion
Ind P r a i r i e s )

Ilua Quills F i r s t Certif icate(l Diptoms
dation year )
:ol Lege(North and
~rairies)

Fairvieu none ● stablished
:oilege(North  and
~rairies) .

~sskuachees 9and msns9emant
bmuni ty certificate
Eollage(North  and
Prairias)

Uaskuachees Post -secondary
Comnmity  Col(age c e r t i f i c a t e

Baskuachees B month Post-
Ccanunity  C o l l a g e secondary

cart i f i cate

)!askuachees Diplans  i n  ganeral
Conmunity  Col~age studi  ● s

Nechi  I n s t i t u t e 3 0  d a y  c e r t i f i c a t e

N o r t h e r n  A l b e r t a
I n s t i t u t e  o f

n o n - c r e d i t
c e r t i f i c a t e

Technology
(N. A. I. T.)(North
and Prairias)

t
(
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Inst i tu t ion ● d ~ year or i ● s s Tw-yesr  dipicms Degree Other
;eogrspn  i c r e c o g n i t i o n  o r o r  c e r t i f i c a t e
;Ocstlon c e r t i f i c a t e

i. A.l. T. 5  &y Basic
he i ness
Mmegemnt
Cont inuing
E d u c a t i o n
C e r t i f i c a t e

i. A.l. T Non-credit
c e r t i f i c a t e

i. A.l. T Non-credit
c e r t i f i c a t e
awarded  ● fter 17
Imrlt!ls

3td Sm Cammity Certi f icate( 1
[01 tege(NortR  ati year )
Prairies

Southern ALberta Certificate
Institute of ( d u r a t i o n  unknoun)
technology (North
md Prsiries)

U n i v e r s i t y  o f 4 year B a c h e l o r  o f
t[berta(North  ard A r t s  ( N a t i v e
P r a i r i e s ) Studies)

U n i v e r s i t y  o f 4 year Ssehelor  o f
Calgary (North ad Arts
Prairies)

University of
Lathbrid9e(North

4 year Baeheior  of
MMe9almnt

ml Prairies)

University of Certificate (1
Lethbridge year)

University of Rec~nition  of
Lethbriage trainin9

certificate(2-15 *
day workshoos)

U n i v e r s i t y  o f Recognit ion of
Lethbrid9e tr9inin9

certificate(2-7
weeks )

U n i v e r s i t y  o f Recognit ion of
Lethbridge t r a i n i n g

c e r t i f i c a t e

Assiniboine
Ccmsmi  ty

10 month non-

Coliege(North  ● nd
spec i f i ed
eertif  fcstion(no

P r a i r i e s ) e n t r y )

Keeuatin  Conmmity 60 week
Col[e9e(North  ● d c e r t i f i c a t e  o f
P r a i r i e s ) ● ttairsnent in Band

● nd Northern
Communities

Red River Cert i f icate(  1
C~i ty year)
CoL(e9e(North  ● d
P r a i r i e s )
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Inst i tu t ion ● d One year  or  10ss Two-year dipicsna Oagraa Other
lao9ra@ic recogni t i m or or eerti f i eate
~ocat i on certificate

Jniversi ty of Certificate
imitobef Ilorth md
~rairies)

Iallou  Ouili No specif ied
:01 iege(liorth  md
>rairie~)

c e r t i f i c a t i o n

Wet i c College- Diptcms
rhebecha
:-( North ● nd
)raif.ies)

Lrct i c Cot iege- Carti  f icate( 1 Dfpioina
rhebecha  Camus year )

~rctic Cot Lege- 5 6 week  modutars,
Yet Lowknife Csnpus c e r t i f i c a t e

● uarded after
c~ietion  of ● a c h
leve(

Arctic  tollege- Dipiome/
Yel~owknife  Canws C e r t i f i c a t e

A r c t i c  Coltege- 8 month
Yellouknife  Csnpus C e r t i f i c a t e  i n

management or
Native Studies

ATII  T r a i n i n g
inc. (North and

Courses cm be
c r e d i t e d  t o  A r c t i c

P r a i r i e s ) C o l l e g e ’ s
msnagemant  s t u d i e s
program

Danendeh  Nationai 1-3 years on the
Of fice(North and job ● xparianca
P r a i r i e s ) cmbi- with

academic tra ining

Nunavut  - 8 month Aigonqu!n
Sivuniksavut(North C o l l e g e

*

● nd Prairies) C e r t i f i c a t e

North West
Regi ona 1

No informat ion

Col lege(North and
P r a i r i e s )

Saakatcheuan Bachelor of
Indian Federated Adninistrat  im(32
C o l l e g e  (SIFC) c l a s s e s )
(North  ad
P r a i r i e s )

Saakat cheuan Diploms  i n
I n d i a n  I n s t i t u t e Business
o f A&ninistration
Tachnology(North
● nd Prairies)

Saskatchewan C e r t i f i c a t e  ( 1 Oiplctns
I n s t i t u t e  o f year )
Appl ied Science
● nd
Technolo~y(North
a n d  P r a i r i e s )

I
I

.,
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lnst$ tution  and One year or  less Two-year diploma Degree Other
;eog rn~ i c recognit ion or o r  c e r t i f i c a t e
,omtlon certlf  icate

;IFC 4 semester
C e r t i f i c a t e  o f
Adninistrat  ion

;IFC C e r t i f i c a t e  i n
cont inuing
aducation(8  ● ach
3 2  c r e d i t  h r s  o v e r
2 semesters)

;lFC Eacheior  o f
A d m i n i s t r a t i o n
DipLcms

rouchwood  F i l e DfPlma
lills  Ou’Appaiie
rribai
:omcii(North  ● t i
~rairies)

U n i v e r s i t y  o f Bachelor  of  Arts
Saskatchewan in Native studies

(3 yr genarai
degree, 6 yr
honours  )

Wkon 8 mnth f)iptcillll,
:ollege(North  and 12 mnth
>ralries) C e r t i f i c a t e

~amainus  N a t i v e Diptoma i n
:ollege(Pacific) Businasa

Management

kqui tlam C e r t i f i c a t e  i n Dipluns  i n
Collage(Pacif  ic) Business studies(l Busimss

year ) management

Kitsunkaiun  Band Certificate(10.5
Counci l  (Paci f ic) months )

Nat ive Educat ion J o i n t  C e r t i f i c a t e
*

Cantre(Pacific) from li. E.C. and
Vancouver
Ccmrmi ty
COliege(10.5
nunths  )

Nat ive Educat ion
Cent re

No ● ntry

Nicola  Vailey Certi f icate(  1 Diplms
Institute of yaar)
Technology
(N. V. I.l)(Pacific)

M. V.I. T Diptoms

N.v.l. T Levet 2, 6  ueek Levei 1, 2 uaeks
Certificate accredited

cwrses, Levei 3 ,
24 uaaks-Diploms

N. V. I.T. 7 uaeks n o
c e r t i f i c a t i o n

N. V.l. T Certi f icate(  1 DiPicms
year )

1.

: .:, .+

‘i “ -



. . . . .

4

Comci  I f o r  t h e  A d v a n c e m e n t  o f  N a t i v e  Deve(ounent  Off icers .  FIWL  SIERXT Page 14

I n s t i t u t i o n  ●  d me year or tess Tuo-year  diplana Degree Other
Geographic recognit ion or o r  c e r t i f i c a t e
iocation certif icsite

N. V.I. T U n i v e r s i t y
t r a n s f e r  c r e d i t s
( 1  year)

N o r t h  Coast  T r iba l Certif  icata(10
Cowtcil(Pacific) months )

N o r t h e r n  L i g h t s C e r t i f i c a t e  i n
Col  Lege(Pacific) basic Band

Management
skilis(108 hrs.  )

Okanagan Cartificate(180
C o l l e g e ( P a c i f i c ) hrs. )

Sal$llshan N o  i n f o r m a t i o n
I n s t i t u t e ( P a c i f i c )

Tot i :  lthet 2 senasters:
Centre(Pacific) cwrses  ● re

t r a n s f e r a b l e  t o
t h e  U n i v e r s i t y
C o l l e g e  o f  t h e
F r a s e r  Valley

U n i v e r s i t y  o f Certificate(2
B r i t i s h  Col@ia weeks )
( U .  B . C . )  ( P a c i f i c )

U.B.C. Certificate(5
days )

U.B. C. No fornut
c e r t i f i c a t i o n

From Table 3itls clear that  there are several programs across Canada that offer  partic@ants  the
opportunity to attain anything from a certificate of completion all the way through to a masters degree.

Table 4 divides the institutions by type; i.e. community college, university, native training it%titute,
native community college, vocational instit~ion,and other.

Tatda A lrI@itI rtimM bV Tvrw. w--  . . . —..  -----  - - I -ar-

k —

Native N a t i v e  T r a i n i n g Ccaswni  ty LIqiversity Vocational
Conswni  ty I n s t i t u t i o n Co~ lege

Other

C o l l e g e
I n s t i t u t i o n

-

Chamainus Big Trout Lake A r c t i c  Col  Lege- C a r l e t o n A l b e r t a
N a t i v e  Col  Iege

ATII  T r a i n i n g
T r a i n i n g Thebacha  CMIPUS Vocational I n c .
Program Centre

Lanbton Native peoples A r c t i c  coilege- McUaster Nicoia  V a l l e y
C o l l e g e

Denendeh
Technical Yeiiouknife I n s t i t u t e  o f Nat ionai
i n s t i t u t e carraus Tech. O f f i c e

Ltit  on Kat ivi k School Assiniboine T rent N. A.l. T Kitsmdcaiun
Col  (ege- Board Ccmmni  ty Band Comci  1
R i v e r s i d e C o l l e g e
Camus

Yelion Quill N.E.  C. Blue  Ouiils U n i v e r s i t y  o f S. A.l. T Nunavut  -

F i r s t  N a t i o n A l b e r t a Sivuniksavut
Cot (ege

I
1 .
[

“
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Native N a t i v e  lraini~ Cammi ty
C~i ty I n s t i t u t i o n College
C o l l e g e

Native  T r a i n i n g Csnbr i ● n
I n s t i t u t e  o f Col lege
Ouebee

Nechi  I n s t i t u t e Confederate ion
Col Lege of
A@ied  A r t s
● d Tech.

Nor th  Coast Coquitlun
Tribel  Comcil Cot iege

Red River F@irvieu
Comnni  ty Co 1 k ● ge
COl  ( ● ge

Sal’ 1’shen Keewtin
Institute cmnmi ty

cot tege

Saskatcheum Masknachees
Itiian cutturai
I n s t i t u t e  o f cot leee
Technology

Toti: lthet Northern  tights
Centre colt ● ge

North  Uest
RegioneL
Col Lege

Yukon College Okmsgm
Col (ege

Old SU’I
Connmi  ty
Col(ege

Saskatcheum
I n s t i t u t e  o f
Appl ied Science
snd Technology

Touchuood  file
Hills
Ou’A~i  Le
Tribei  Councit

From tables 3 & 4 we notice that there
are several native training institutions and colleges
offering programs to native patiicipants.  There
are also many non-native institutions offering
programs for native participants as well. There
are six universities across Canada that offer a
Native studies program accompanied by two
community colleges and one Native training
institution. The universities include: University of
New Brunswick (U. N.B.), Trent University,
University of Alberta, University of Calgary and the
University of Saskatchewan. The two community
colieges are Cambrian Coilege and Arctic College
and the Native training institute is the Sai’i’shan

U n i v e r s i t y Vocatimei Other
Institutim

U.s. c.

Univenity  o f
Caleary

U n i v e r s i t y  o f
Lethbridge

U.n.  n.

SIFC

.

institute. There is oniy one Native coliege and
one vocational institute that offer economic
development programs - they are Yellowquiil
college and the Nicoia Vailey inatttute of
Technology. For the public administration
program there are two universities (University of
Lethbridge and Saskatchewan Indian Federated
Coiiege),  th ree  communi ty  colie9es
(Confederation College of Applied Arts and
Technology, Maskwachees Cultural College, and
Arctic College), one Native training inetttute
(Native Education Centre), three vocational
institutions (Alberta Vocational Centre-Lesser
Siave Lake, Northern Alberta Institute of

I
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Technology, and Southern AJberta  Instttute of
Technology) and the Kitsumkalum  Band Council.
The socio-economic development program has
four universities (Carfeton  University, McMaster
University, University of Manitoba and University
of British Columbia) and three community
colleges (Northern Ughts Cdiege, Assiniboine
Community College and Arctic College) allotted to
It. The business administration program has three
universities (Trent University, Saskatchewan Indian
Federated Cotlege and the University of
Lethbridge),  eight community colleges
(Confederation College of Applied Arts and
Technology, Blue Quills First Nation College,
Maskwachees Cultural college, Old Sun,
Touchwood  File Hills Qu’Appelle Tribal Council,
Arctic College, Saskatchewan Institute of Applied
Science and Technology and North West
Regional College), one Native college (Chemainus
Native College), six Native training institutions
(First Nation Technical Institute, Native Training
Institute of Quebec, Kativik School Board,
Saskatchewan Indian Institute of Technology,
Yukon College and the North Coast Tribal
council), one vocational institute (Northern
AJberta  Institute of Technology) and, one other
type of training Institution, ATII Training Inc..
There is only one Native college for the office
administration program, and it is Iambton
College. hmbton College is also the only
supplier of a small business administration
program. The university level commerce
programs aimed at Native participants are found
at Trent University, Saskatchewan Indian
Federated Cdiege  and the University of
Lethbridge. The entrepreneurship program Is
offered by one vocational institution (Nicola Valley
Institute of Technology) and one Native training
institution (Native Training Institute of Quebec).
Management training is only found at the Nechi
Institute, which is a Native training institution. The
computer administration program is given by
Maskwachees  Cultural College, a community
college. Native administration programs are
offered by one community college (Keewatin
Community College) and one vocational institution
(Nicola  Valley Institute of Technology). A
program for land claims is given by Nunavut-
Sivuniksavut. Northern Lights Community College
is offering a program in Band administration.
Toti:lthet, a Native training institution, and
Okanagan, a community college, are the two
institutions offering adult education programs (for
actual course content and location see Appendix
A).

.

There is not one institution listed that
responds to the immsdate needs of EDO’S.  By
this we mean that there are knowledge and skill
gaps in each program, therefore, there is a need
to adapt these existing programs so that they
meet these need requirements. The knowfedge
requirements we are referring to are:
environmental legislation, business corporation
acts, sources of capbl,  economic development in
other Native communities, sources of Iabour
market information, economic theory and
principles, business taxation, and, land and
natural resource management. The skill
requirements that we are referring to are; making
presentations, assessing business/economic
opportunities and plans, developing plans and
economic theory, motivating and supporting
businesses, facilitating cultural expression,
training, and managing natural resources. We
reiterate the fact that Price Waterhouse found that
there was an overwhelming support for an
accredited training program for Native EDO’S, so
that the specialized needs of the Native EDOS
could be met. There are beneftis to such a
program, It would be nationally coordinated, there
would be cooperation between institutions, and a
national curriculum would be adapted and
developed. The need for more than one patiner
is simply due to the fact that not one institution
could offer all the relevant courses, and the costs
would be too high for one institution to handle on
tts own.

.
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W. Training Recommeti~OnS: Short and  Medium Temls

The purpose of this report Is to bring to
the attention of the Royal Commission on
Aboriginal Peoples the need to develop,
Implement and test a program of accreditation for
Native economic development officers for Native
communities, and Native economic and financial
institutions. The Price Waterhouse needs
assessment report indi~tes that the preference of
economic development officers is for a moduiar
accredited course delivered by a Native
institution.

Before moving to the recommendations,
we will highlight the key findings in the Price
Waterhouse report, and brief the reader once
again on the Education and Training Reference
Manual. There were several key findings in the
needs assessment report. Price Waterhouse
established that there were major knowiedge  gaps
in eight areas as well as eight skill gaps in various
areas. The major knowledge gaps were:
environmental legislation, business corporation
acts, economic development [n other Native
communities, sources of capital, sources of
Iabour market Information, economic theory and
principles, business taxation and land and natural
resource management. The eight major skill gaps
were: making presentations, assessing
business/economic opportunities and plans,
developing plans, developing economic theory,
motivating and supporting business, facilitating
cultural expression, training and managing natural
resources. They also established the
overwhelming desire of economic development
officers for an accredited modular program to be
delivered by a Native institution (95% in favour  of
accreditation, 54% in favour  of modular training
given by a Native institute).

The Education and Training Reference

Manual is a comprehensive guide to business,
economics, and development programs at post-
secondary Institutions across Canada. It is
designed primariiy  for use by Native EDO’S who
are interested in furthering their education. There
are almost three hundred separate post-
secondary programs listed In the manual.
Programs have been categorized by region:
Atiantic,  Central, North and Prairies, and Pacific.
Within each region schools are listed
alphabetically and where a school has more than
one program, the programs are again,  listed
alphabetically. The manuai  presents a summav
of Information found in course caiendars  and
other information provickf by the institutions to
CANDO. lncJuded in the summary of information
are: type of institution, type of program, programs
designed specifically for Native participants,
entrance requirements, course content, iength of
program, location of program, delivery method,
cefiification,  costs and other information inciuding
a contact name at the institution for more detailed
information.

There was a totai of 32,680 businesses
which were reporled to have been owned or
operatd by Native adults according to Statistics
Canada. There are 18,825 businesses which are
presentfy owned and or operated by Native
aduits,  and there are 34,105 potential businesses
which have been reported to Statistics Canada for
the year 1991.

The next topic of concern is the
Statements of Intent received by Industry Science
and Technology Canada for the Aboriginal
Business Development Program, anddhose which
were approved. They will be broken down by
province and the numbers in Table 5 represent
totais from 1989-1994.

TaMe  5 Statements d Intent
I I [I

P r o v i n c e S t a t e m e n t  o f  I n t e n t  r e c e i v e d Statement of  Intent  approved

A l b e r t a Im 577

Brltfsh Co(wbia 1929 51B

Mani  tobe 1596 575

Netd Bnmswiek 538 194

Neufotmdland 234 62

Northuest  T e r r i t o r i e s 4W 225

Nova Scot i a 551 231

Ontario 17s7 S66

Prince Edward Is land 62 24
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*
Quebec 1119 k91

Saskatchewan 1369 437

Yukon 151 70

Source:  Abort  ginai EconcmIc  Programs Ottawa, Ontario

For ail the reported projects the costs far
exceeded the authorized assistance provided. In
the Goss Gilroy repcm it was stated that only
10.7% of all Aboriginal Business Development
Program assisted Native businesses failed. The
majority of the businesses (71.7%) examined by
the report were found to be proftibie  or to be
experiencing small losses (less than 10% of
revenue). They found that businesses receiving
more than $50,000 in assistance, reported
profiibility  or small losses in almost 75% and
only 5.3% of the businesses receiving between
S50,000 and $250,000 dollars had closed or failed.

There is significant unemployment among
Native peoples. Unemployment among Native
adults aged 15 and older was almost 25% In 1991
according to the (APS) Schooling, Work and
Related Activities, Income, Expenses and Mobility
Survey. Native businesses will be the major
generators of new jobs in the future. Therefore
there is a defhlte  need for well developed
business plans. The reader will recall that the
EDO’S that were interviewed reported that they
evaluated anywhere between 5 and 25 business
proposals per month. In order to do more with
existing resources, based on the projected
increased demand for business support services,
training of EDO’S will assist in increasing their
capacity and efficiency.

* Study Untversitv  of WaterfoQ
The following is a case study of a

modular accredited program between the
University of Waterloo and the Economic
Developers Association of Canada (EDAC). lhe
EDAC Is a non-Native association as is the
University of Waterloo. The University of Watertm
offers two economic development programs, a
certificate program and a diploma program,
neither program is specifically designed for Native
Patiicipants. We will analyze the certificate
program first. The entrance requirements for this
program are level 1, which indicates that ail
interested Native persons are encouraged to
apply. There are fiie key components which
comprise the course content of this program.
They are; communicating the role of the
economic development officer, information

gathering, processing and dissemination, team
building, opportunity and impact identification,
and business development. Each participant is
required to submit an essay on one topic from a
range of topics within one year of attending each
year’s session of iectures.  This program is two
years in iength, with one week of intensive course
work each year, it is offered in Waterloo, Ontario,
with year one also offerti  in Caigary, Afbe~.
The deiivery methods used by the program are;
iectures, field projects and case study work. The
University of Waterloo Certificate in Economic
Development Is offered in cdiaboration with the
Economic Developer’s Association of Canada
(EDAC).

The second program offered by Waterloo
Is the Diploma program. This program has a ievel
5 entnance requirement. This means that,
appii=nts  must have obtained the Economic
Development Cenificate  offered by the University
of Waterloo in conjunction with the EDAC. There
is no specified iength of the program, however we
know that the seminars that are and were offered
In 1993 are two days in iength. The course
content of this diploma progmm is two
specialized seminars and one research paper.
There are four seminars to choose from, they are:
entrepreneurship activity and iocai development,
the roie and Impact of tourism on economic
development, “change is”, and once again the roie
and impact of tourism on economic development.
The seminars are offered respectively, May 12-14,
June 17-19, September 8-10 and October 21-23.
The seminars are given aii across Canada, using
the four that are presented here they were offered
in Ingersoii,  Ont., Fredricton, N. B., Edmonton,
AIIWEI and Kananaskis VUiage, Nberta
(respectNeiy).  Obtaining this Diploma is one way
of fuifiiiing the basic educational requirements set
by the EDAC as a prerequisite for candidacy for
the Cenifkf  Economic  DeveioPer (Ec.D)
designation. Other requirements include three
years of professiomi  economic development
experience, succesafui completion of an
examination, and membership in EDAC.
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w-
We are now in a position to discuss the

options that emerged at the foilow-up meeting of
the Task Force. Present were Simon
Bmscoupe(chair), P a t  Baxter(EDCAW),  R o n
Ryan(Sinaaq,  Ottawa),  Marfi R a m s e y (Prfce
Waterhouse), Judy Cooko-Whtteduck(co-chair),
and Hans Matthews (Canadian Aboriginal Minerals
Assoaation).  The Task Force reviewed the needs
assessment repofi  in detail and discussed the fact
that there was a definite need for an accredited
program for Native development officers. The
Task Force developed the following three options:

,- 1. a National pilot,
2. a Regional pilot, and. .
3. a National program.

Nadond Pam
The national pilot has the following unique

features to it: it would involve two or more regions
and the stakeholders would be regional
institutions. The development of the pilot would
be as follows: 1. a program officer would be
required to adapt existing programs listed in the
riianual and develop core accredikl  courses: 2.
there would be the formation of a steering
committee of stakehcdders:  3. in developing the
program there would be extensive consultations
with Native communities and partners; 4.
negotiation may be required with post-secondary
institutions; 5. CANDO would then formulate a
curriculum and develop some course
components; 6. the development and approval of
the plan would be required followed by the actual
implementation of the plan. The program itself
would be available in more than two regions, the
curriculum would be adapted in consultation with
Native partners, delive~ would be by a Native
institution and/or CANDO, the courses would be
accredit~ by a college and/or university, the
courses would be modular i.e. 2+ weeks in
length, the program may have some distance
education component, and CANDO would need
a minimum of 15 participants.

There will be a one year and a two year
assessment of the pilot, an assessment of the
courses and delive~ agent, an assessment of the
locations and logistics of the programs as well as
an assessment of the participant’s performance.

There are always strengths and
weaknesses to every program. Some of the
strengths of such a program are: national status,
pilot entire concept and evaluation of impact. The
weaknesses are we may not be able to detect
regional variances and costs such as travel and

administration nationwide.

Regiortai Pd@
The second option is the regional pilot.

It has WO key features:
1. CANDO works with Native

communities and organizations,
and
2. this program is design- to

meet specific local needs.
The development of this program is very

similar to the development of the national pilot.
The program itself is once again quite similar to
that of the national pilot. The only differences are
that the program would be available within a
specified area and location and participants could
come from outside the region. The
measurements would be identical to those for the
national pilot. The strengths of such a pilot are:
strong Iod delivery ( training alliances and/or
some costs may be paid for at the local/regional
level), a pilot concept with local strengths and
evaluation of impact. The weaknesses are:
lessons learned may not apply nationally, CANDO
may have problems getting funding, there are
uncertainties in the delive~  and unit costs maybe
high.

Nathnaf  P~
The national program has the following

two key features:
1. It is nationally focused and
2. h has many stakeholders..

The development of such a program
requires the following items: program officers to
develop such a program, the formation of a
national steering committee of stakeholders,
consultation will have to take place with Native
communities and partners nationally, there will
have to be negotiations with multiple post-
seconda~ institutions and the formulation of a
curriculum, there will be development of some
course components followed by the development
and approval of implementation plan and
implementation of plan. The program itself would
be available within specified geographic l~tions
(3-5 areas). The curriculum would be deveioped
in consultation with Native partners and would be
delivered by Native institutions, non-f$lative
institutions, and/or CANDO. The courses that
would be accomplished would be accredited by
a college and/or university and they would be
modular in format. The program may have some
distance education component and CANDO

I
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would require participants for 3-5 locations, wtth
a minimum of 15 patiicipants per location. There
will be a one year and a two year assessment of
the pilot. There will also bean assessment of the
courses and delivey,  the locations and logistics
and of the participant’s pwformance.

The national program has the following
strengths: national status, can pilot the entire
concept In all regions and evaluation of impact.
The weaknesses of such a program are: the
complexity and high risk involved, negotiations
may cause staggered delivety and there may be
time delays in establishing partners.

The options once again were a national
pilot, a regional pilot and a national program. The
option that was preferred by the Task Force was
option 1, the national pilot. The reasons being, tt
has National scope, but within manageable and
specified regions, it will be more manageable in
terms of funding through “Pathwaysm and it will be
more manageable in terms of size and scope.

1. CANDO recommends that a
national accredited progmm be
supported to meet the training
needs of EDO’S;

2. CANDO recommends that a
partnership be established with
Canadian universities and
colleges, Native communities and
Native training institutions to
develop and deliver accredited
training programs for EDO’S;

3. CANDO recommends that a
pamnership be established with
Canadian businesses and
financial institutions to provide
support for accredited training
and development initiatives of
Native EDO’S;

4. CANDO recommends that the
core funding of the national
accredited program be
supported by Human Resources
and kbour.  DIAND and ISTC.

.
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V. Training Recommendations: bng Term

CANDO has formulated some long term
recommendations reiatti  to training which
support the short and medium term
recommendations, as well as scoping out
management and administrative training needs in
support of self-government and economic self-
sufficiency. These recommendations have been
developed by the CANDO board in conjunction
with the task force.

1. fl~ CANDO recommends that a
comprehensive study/survey of the human
resource capacities of Native communities
economic and business development be
undetiaken  to determine the types of training
required.

Dieasakm

● entire Native community suwey
to attain information on training
needs

● existing data will be used where
possible

● =mple  surveys will be done
nationally

● a national steering committee
would oversee process, and

● CANDO would manage the entire
project because of their
experience with the EDO*S needs
assessment report and the
Education and Training
Reference Manual.

2. Recmmmendath : CAN DO recommends that
the Government of Canada estabfish  a non
political, professional Native-controlled and
operated Agency for Native Peoples, Business,
Management and Administration (hereinafter
referred to as “Native controlled Training Agency)
wtth volunteer board, mandated to cmrdinate  and
defiver affordable, relevant, and accessible
education and training in the field of community,
business, and economic development of Native
communities.

Disctdom
There is a special need to develop policy

supporting a Native controll~ Training Agency.
The training of senior management and
administrators is necessary to ensure that Native

people can acquire a high level of knowkige,
skills and teds to manage their economies in a
manner consistent with their values, situation and
local economies. The institute will:

●

●

●

●

●

●

●

●

provide small business training
for Native peopies  entrepreneurs
and managers:
have First Nations accreditation
o f  t e a c h e r s and degree
programs:
provide consulting sewices
across Canada and locally for
Native peoples;
develop innovative methods of
teaching through satellite and
distance learning;
provide for training of trainers:
working cooperatively with
educational institutions and the
private sector, especially banks
and other financial institutions:
the institute will need
core funding for the first
5 years; and
trainina coufd be f inanced
throug~ existing EIC sources and
status Indians through post-
secondary education for
unfverstty and college accredited
courses.

3. Remmmddm : CAN DO recom~ends  that
the Government of Canada devolve SIX person
years to the Council for the Advancement of
Native Development ~lcers in support of the
Council’s efforts to coordinate education and
training for Native people across Canada.

D&xsaiom
The six pereon years will be responsible

for the following tasks:
● consultation and coordination at

the community level. (2 person
years);

● the development of curriculum in
identified gaps. (2 person years);
and

● consutt and negotiate for training
courses with Native educational
institutions, universities and
colleges. (2 person years)
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4. R~ CANDO recommends that
the Government of Canada, through the Native
contrdied Training Agency enhance the capacity
of Nattve Education and Training Institutes to
design and deliver, under the direction of the
Native contrdlad Training Agency, culturally
sensttive curriculum for Native communhy,
business, and economic development.

Dktsaiom There is a significant need to provide
training for Nattve peoples which would contribute
to economic development and self-government
within communities. The training and support are
necessary to assist Native peoples in increasing

the capacity of their staff by providing the
opportunity of training, curriculum development,
software development, research and development,
and training of trainers.

The training initiative woufd build on
existing Native peoples institutions, formation of
hthutions and courses where there are gaps,
and development of innovative alliances In highly
technical fields when appropriate.

The training initiative would provide for
the accreditation of courses, teachers and
curriculum by Native peoples institutions.

VI Summ~

We would like to reiterate the fact that
there is a need for an accredited program that will
meet the knowledge and skill gaps that exist. The
reader will recall, the knowledge gaps we are
referring to are: environmental legislation,
business corporation acts,  sources of capital,
economic development in other Native
communities, sources o f  Iabour market
Information, economic theory and principles,
business taxation, and land and natural resource
management. The skill requirements we are
referring to are: making presentations, assessing

business/economic opportunities and plans,
developing plans and economic theov,
motivating and supporting businesses, facilitating
cultural expression, training and managing natural
resources.

The program should be accrWted,
modular, delivered on the reserves and be given
by a Native training institute. Most importantly, it
should be a program that is designad to meet the
specific needs of the Native EDO’S.

*


